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ABSTRACT 
An empirical study was carried out using individual characteristics and 
personalities as predictor variables to explain employees' job choice behaviors 
with pay preferences. Under the framework of person-organization fit (P-0 fit), 
there should have a complimentary fit between employees' demands and 
organizations' supplies. A review shows that there is limited empirical research 
in discussing the field of P-0 fit, whereas most of the studies in this field are 
either laboratory studies or theoretical testing. Therefore, this study is to provide 
an empirical support for researchers to investigate in this perspective. It is 
hoped that employers can make adjustments in their pay systems so as to suit 
the employees' demand. In this study, four different pay aspects, (pay level, pay 
focus, pay base and pay structure) and five different personalities and individual 
characteristics (gender, academic achievement, achievement motivation, locus 
of control and machiavellianism) were investigated. 10 hypotheses were set up. 
Each pay aspect was explained by one to two personalities or individual 
characteristics. Sample of the study come from the final year undergraduate 
business students in the Chinese University of Hong Kong, the total number of 
responses received were 211 and the response rate is about 80%. In the 
statistical analysis, chi-square test, discriminant analysis and regression were 
used. The result of the study shows that five of the hypotheses were statistically 
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supported whereas the other five were not supported. This study can show 
some kinds of fit between personalities and different pay aspects, and it is 
suggested that there should have a fit between them. This study suggested that 
more empirical studies should be carried out in order to enhance the foundation 
of the P-0 fit perspective. More validation works should be carried out to test 
the predictor variables. Furthermore, limitations and further research 
suggestions of this study were also discussed. 
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Background of the Study 
The study of pay has long been an important issue in the human 
resources management field. Despite the fact that it attracts many 
researchers' interests, few studies investigated the issue of pay preference of 
graduating students, especially using personal characteristics as influencing 
factors on their pay attitudes. In the past decades, there are some attempts 
in studying pay or reward preference. Some of these studies concentrated on 
the relationship between pay and motivation (Bellenger，Wilcox and Ingram, 
1984; Rainey 1982; Wittmer, 1991), but most of the pay preference studies 
measure the preferences of people who have careers in societies. 
(Bellenger, Wilcox and Ingram, 1984; Chonko, Tanner and Weeks, 1992; 
Hills and Bergmann, 1982; Mamman, Sulaiman and Fadel, 1996; Rainey 
1982; Wittmer, 1991). Only few studies use students or young people as 
their subjects (Morrison, Morrison, Bell and O'Connor, 1994; Popp, Davis 
and Herbert, 1986). Apart from that, only one study tries to use reward 
preference to build up a compensation theory (Hills and Bergmann, 1982). 
Although there are some studies exploring the issue of pay or reward 
preference, these studies cannot provide a complete picture for researchers 
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to know more about the relationship between individual personality and job 
choice behavior in terms of pay preference. 
,Theoret ica l Framework 
Using personal characteristics to explain pay preference is important 
in determining a pay system in an organization. It is clear that different 
people will tend to have different characteristics and personalities, and these 
differences will finally lead to different pay preferences. Whether a pay 
system is suitable for one person is subjective. It should be matched with his 
personality. Without knowing his personality, it is hard to say whether it is a 
good pay system. Therefore it is said that (one man's meat is another man's 
poison.， If a person is working in an organization under an unfavorable pay 
system that is having an unsuitable job, he will be difficult to survive. 
Therefore, to perform well and to work efficiently, a suitable pay system is an 
essential factor and a fit between person and organization is very important. 
In short, personality may affect the choice of organization preference with pay 
systems. 
Furthermore, using personality to explain job choice decision and 
preference is important, because personal backgrounds will directly affect the 
perception of a person towards an organization. In the first sight, when a 
person chooses an organization, he will be inevitably affected by his way of 
thinking and his personality background. Therefore, to understand a person's 
job choice decision, personality and personal characteristics should be the 
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most important factors. In other words, it is important to find out the "fit" 
between person and organization. Apart from this, using young people and 
students will exclude some factors that may affect job choice decisions 
especially their full time working experiences. Therefore, using students as 
the subjects can exclude some influential factor about person's job choice 
decision and pay preference. 
In a society, there are many people looking for jobs. Some will choose 
certain kind of organizations, while others will choose some other kinds of 
organizations. The current research will focus on the idea of person 
organization fit. In operationalising this construct, this study concentrates on 
the relationship between personality and pay system of 3n organization, 
because this study believes that personality and individual characteristics are 
essential factors in explaining people's behaviors and pay is the most 
important factor in job choice decisions. Therefore, the job choice decision 
with pay is an important concern, and behind this concern, this study is going 
to look for a fit between person and organization. When this study 
establishes a relationship between personalities and pay preferences, the 
arguments of person organization fit can be demonstrated. 
Person-organization fit (P-0 fit) Is an important issue In this study, 
Kristof (1996) has investigated and reviewed the person-organization fit 
literature. She identifies the differences of person-organization fit with other 
kinds of fits, for example the person-environment fit. Under Kristofs 
knowledge, this study is called a complimentary fit inside the framework of 
person organization fit, which means "the match between individual 
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preferences or needs and organizational system and structures (P. 5)." 
Individuals have needs towards organizations and the organizations should 
give supply to the individuals, so these needs-supplies fit between individual 
personality traits and Qrganizational characteristics as Kristof says may 
influence applicants' job choice decision. She also reviewed the 
development of person-organization fit perspective, within the 60's through 
90's, only four studies concern the issue of job choice and job search. (Bretz 
et al., 1989; Cable and Judge 1994; Rynes et al., 1991; Turban and Keon 
1993). Furthermore, Kristof also states that much of the P-0 fit studies are 
non-empirical and are mostly done by laboratory settings. Therefore, some 
empirical studies are needed to further confirm these ideas, and this study 
can provide an opportunity to explore the relationship between personality 
and organization pay preference. Since only four studies had focused on the 
topic of job choice and job search, more values can be added to the 
knowledge on this subject and this study can provide a more comprehensive 
framework for the person-organization fit perspective. 
Previously there was a study looking at the issue of pay preference 
and job choice decision, it used the person-organization fit perspective in the 
analysis and it tried to find out a suitable combination between people and 
pay system in an organization (Cable and Judge, 1994). That study provides 
a stepping stone for the current study. However, they only use some of the 
pay aspects, for example the pay level，pay base and pay stability, with other 
dimensions seemingly not directly related to pay issue, like benefit flexibility. 
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Therefore this study has to be carried out in a more comprehensive manner 
which will be mainly focused on different pay aspects of an organization. 
Pay is a form of compensation, according to Milkovich and Newman 
(1993) 'pay is a return for services ••••. make up for the effort an employee 
exerts on the employer's behalf (P.7).' In this study, pay represents the 
money that is given to the people who work in an organization. It does not 
consider the non-monetary rewards and fringe benefits like pay leaves, 
insurance and housing allowance. Because it is a self-reported survey, 
people can base on their pay expectations and write down their answers. 
Personality on the other hand is used to explain why people tend to 
choose certain kind of pay. This study has picked up some dimensions of the 
individual characteristics and personalities. These variables are gender, 
academic achievement, achievement motivation, locus of control and 
machiavellianism. They are used to explain four different pay aspects, that 
is: pay level’ pay focus, pay base and pay structure and to test whether there 
is a fit between personality and organization pay system. 
Furthermore, this study asserts that people with different personalities 
and personal characteristics will have different pay preferences. 
Research Question and its Significance 
The main concern of this study is to find out the relationship between 
students' personalities and their pay preferences, using different pay aspects 
and personalities and to see whether there is a fit between them. In other 
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words, this study is going to examine whether people with certain personality 
and characteristics will have a tendency to choose a specific kind of pay. 
None of the study, according to the literature review, has investigated the pay 
preferences of Hong Kong students. Therefore this study can provide a good 
opportunity to explore this issue. The personality variables in this study are 
set up by some western scholars. Therefore whether these constructs are 
suitable for the far east is a matter of concern. Hong Kong is a society 
influenced by both the Chinese and the Western cultures. This study can 
give an explanation and discussion on these personality constructs. 
Furthermore it is intended to test whether these constructs can explain the 
situation in Hong Kong. Subjects of the current study are the final year 
undergraduate students in Hong Kong. This study will test the relationship 
between their personality and pay preferences, and see whether there is a fit 
between them. 
The main concern of choosing undergraduate students is because 
they will graduate this year and they are hunt for jobs. Therefore they will be 
more concerned about their future and this topic seems more relevant to 
them. Furthermore, graduating students have no previous full-time working 
experiences. Therefore, their expectations on pay will less likely be distorted 
by their previous working experiences, and so the effect of personality 
variables in this study can be highlighted. All of their pay attitudes and pay 
preferences are based on self-reporting, therefore what they have answered 
can to a larger extent be reflected by their way of thinking. Individual 
personality can have a great predictive power in explaining the situation of 
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job choice decision. Although there may have some other factors that affect 
pay preferences and job choice decisions， personality can describe the 
intention and the perception of an individual in choosing certain kind of 
organizations. Other factors like family income, study concentration may 
have an influence in that, but this study believes only personality can explain 
the aspiration and motivation of an individual choosing certain kind of 
organization with specific pay system. Therefore, personality including the 
individual characteristic will have a strong explanation power to tell the story 
about individual pay and the relationship between personality and 
organization pay preference. This study intends to find out the fit between 
these two variables. When there is a fit between them, this study can support 
the argument of complimentary fit where a person has a demand towards an 
organization snd an organization in turn will give supply to him. 
While this study will enable us to know more about the relationship 
between peoples' personalities and organizations， pay systems, it can 
contribute to the knowledge development. In practical sense, employers can 
make adjustments in organization pay systems to match with the employees' 
personalities. Furthermore, the present study can provide insights for the 
employers to find out suitable persons that can match with their 
organizations. With higher quality employees, an organization can perform 
better. On the other hand, in theoretical sense, this study can provide a 
support to the importance of peoples' personalities towards job choice 
decisions which may be one of the important factors in pay attitude. And 
therefore, it can provide one of the explanations why people choose certain 
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types of organizations but not the others and can describe the situation of 
person organization fit in terms of personality and pay system. Moreover, as 
only a few researches study this aspect, limited theories can explain the 
situation of peoples' job choice decisions with pay. Under this circumstance, 
using individual personality and characteristic can give a theoretical 





The conceptual model is divided into two parts, 'the pay aspects' and 
‘the personalities and individual characteristics，. Each pay aspect is 
explained by one to two personalities or individual characteristics variables 
as given in Table 1. In this section each of these aspects will be elaborated. 
Each pay aspect is analyzed by one to two personality and individual 
characteristics variables. These variables, under the literature review, are 
believed to have the most influential power in predicting the pay aspects. 
Some may argue that personality variables may have influences on other pay 
aspects apart from the table described. This study concentrates in a pair to 
pair analysis and their relationships described in the table have a theoretical 
support and are believed to have the most significant explanatory power. 
Therefore, this study chooses these variables to test the difference between 
them. 
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Table 1: The conceptual framework of 'pay aspect' and ‘personality 
and 
individual characteristics' 
Pay Aspects Personalities and Individual 
Characteristics 
1. Pay level Gender 
Academic Achievement 
2. Pay Focus Achievement Motivation 
3. Pay Base Locus of Control 
4. Pay Structure Machiavellianism 
Pay Level and Gender 
Pay level means the amount of salary one will receive. Milkovich and 
Newman (1993) had defined pay level as 'average compensation paid by a 
firm relative to that paid by its competitors (P.484).' 
Gender issue is an important topic in the research agenda and 
researchers are interested in whether differences in sex will have different 
pay level expectation. Some previous researches have focused on the 
gender issue (Hollenbeck, 1987; Jackson, 1989; Major and Konar 1984; 
Morrison et al., 1994). These studies uses different theoretical approaches to 
explain the situation. To cite some examples, the human capital theory states 
that women earn less money because they have fewer professional skills 
than men, and these skills are important instruments in money earning 
(Morrison et al., 1994). While the occupation theory explains that women are 
10 
working in lower strata of societies with fewer advancements, therefore their 
pay levels are lower than men (Morrison et al., 1994). Furthermore, the 
networking theory represents the idea that women have less networks to 
climb up to the upper level of societies and this obstacle forbid them to earn 
higher pay (Morrison et al., 1994). Apart from that, the relative deprivation 
theory explains the discontent of the individuals because they are the group 
which are being suppressed, and this theory believes that women usually 
played in this role. Therefore female will have a lower income than men 
(Jackson, 1989). 
In Major and Konar's study (1984), they try to explain that pay 
differences between male and female is due to their differences in specialty 
areas. Men are more specialized in the monetary area while women are 
more specialized in the non-monetary areas like the interpersonal 
relationship. Their social comparison actions are focused on same-sex. 
Therefore female under this situation will have a lower salary than male. In 
short, no matter using what kinds of theory in explaining the situation, all of 
these studies find that salary of female tends to be lower than male. 
The relationship between pay level and gender is nothing new. All of 
these theories try to explain the salary differences between male and female. 
This study can still discuss the situation of Hong Kong students' salary 
expectations because Hong Kong is an unique place which has the influence 
of Chinese and Western cultures. Therefore, this study will t「y to find out the 
power of these constructs in describing the situation and to see whether there 
is a relationship between pay level and gender. According to the relative 
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deprivation theory, there is a group of being suppressed and female's salary 
is often suppressed by the employers. Their pay levels are lower than male 
even when they are at the same organizational hierarchy with men. 
According to the Hong Kong Government statistics in March 1996, male 
employees receive higher salary level than females in many kinds of 
industries including the manufacturing industry, wholesales and retailing, 
financing, insurance and banking. Therefore, under this situation students 
will expect a difference in the pay level between different gender. Female will 
adjust their pay level expectations in order to match with the reality. 
Furthermore, according to the occupation theory, females will work in 
the lower strata of society in some elementary positions. Therefore they will 
have a lower pay level and have fewer advancement than males. In the 
Hong Kong 1991 Census report, it states that 11.8% of the male working 
population is working at the managerial and administration positions, while 
only 4.9% of the female working population is working at that positions. 
Furthermore, for professional positions, there is 4.1% of male versus 3.0% of 
female working there. While in the elementary occupations, there is only 
16.6% for male versus 21.7% for female (P.91). Therefore it can be said that 
female are working at the lower positions in societies and the high pay jobs 
are captured by the male. Under this situation, it is reasonable to say that 
females' pay level expectations should be lower than male-counterpart. 
Therefore, with the description of relative deprivation theory and the 
occupation theory, female should have a lower salary expectation than male. 
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There should have a gender differences in the salary expectations in a given 
society. 
On the other hand, Hong Kong is claimed to be a place without 
discrimination, and therefore the opportunity of men and women is equal. 
Furthermore, many Hong Kong top government officials are female, they are 
treated like male. Therefore under this sense, it can also argue that the 
salary expectation of men and women in Hong Kong should have no 
difference. 
Theoretically it seems that there should have a gender difference in 
salary expectation. While in the reality, it seems that the status of female is 
similar to male. While this study believes that even though the social status 
of male and female are "equal", it may still have a difference in the salary 
between them. Under the above arguments the current study is going to find 
out the "real" situation of Hong Kong. 
Pay Level and Academic Achievement 
Furthermore, looking at the academic achievement, it can explain the 
salary expectation of different people. In the present study, academic 
achievement is measured by the level of grade point average (G.P.A.). This 
measurement is commonly used in many universities. 
Concerned with the academic achievement, Cassidy and Lynn (1989) 
had studied this issue before. They tried to find out the relationship between 
academic achievement and gender, based on occupational stereotyping. But 
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in the current study, it is intended to find out whether different academic 
achievement will lead to different pay level expectation and whether there is a 
fit between them. Students with higher grade point average will have a 
higher chance to expose ‘to more job offerings, because employers often use 
academic achievements as their frame of reference when recruiting people. 
They will have a larger range of jobs to choose and hence they can expect 
higher salaries. Under this situation, the expectancy theory can explain this 
phenomena. Atkinson and Birch (1978) stated the logic of this theory, when 
people are expecting certain kind of outcomes, they will work hard and do 
well in order to get these outcomes. In this case, when a student has a high 
academic achievement, he will expect a good job with a high salary. In other 
words, a person with higher academic achievement will fit with a higher salary 
level than the others. 
Pay Focus and Achievement Motivation 
The term achievement motivation has been widely discussed by many 
scholars, Cassidy and Lynn (1989) had defined this term as ‘the personal 
striving of individuals to attain goals within their social environment'. 
Discussion about this issue can be traced back to 1938, where Murray firstly 
used the term ‘need for achievement，and 'achievement motive/motivation，in 
his book Explorations in Personality. Within several decades, many 
researchers had participated in this field and they had developed many ideas 
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about this construct, to cite a few examples, McClelland (1955), Atkinson and 
Feather (1966) and recently like Cassidy and Lynn (1989) and Sagie (1994). 
Recently, some Chinese scholars pay more attention in achievement 
motivation, Yue An-Bang and Yang Kuo-shu are the important figures in 
developing the scale of measuring the Chinese achievement motivation. 
Under their studies, they develop two kinds of achievement motivations, that 
is the Individual-oriented Achievement Motivation (IOAM) and Social-oriented 
Achievement Motivation (SOAM) These two constructs are different and 
independent in nature. 
Yue had once described the difference between the SOAM and the 
IOAM in the book The Handbook of Chinese Psychology edited by Bond 
(1996). Simply say, 'SOAM's goal or standard mainly defined by others in 
membership groups. Incentive value of attainment of goal or standard of 
excellence mainly be determined in terms of membership group's evaluation 
or value judgment'. While 10AM's goal or standard of excellence mainly 
defined by self Incentive value of goal attainment or standard of 
excellence mainly determined in terms of one's own evaluation or value 
judgment' (P.235). Furthermore, Yu holds the view that Chinese people have 
both kinds of achievement motivation and their relative strength are 
depending on the social situations. This argument is different from Hofstede 
and Bond's in 1988, they found that Chinese people were mainly collectivists. 
While the current study believes that IOAM and SOAM are not a dichotomy, 
or at least they are not a continuous constructs. In a society, some people 
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will have collectivistic ideas, while some will have individualistic ideas. 
Therefore, Yu and Yang's scale can find out these differences. 
This study is looking at the relationship between achievement 
motivation and pay focus ,and is going to find out whether there is a fit rn two 
different kinds of achievement motivation towards pay focus. Pay focus can 
be divided into individual focus and group focus, the former is that pay is 
primarily based on individual effort while the later means pay is equally 
shared within a group. Different people will prefer different pay focus and this 
study wi" use the achievement motivation as a factor and try to explain this 
situation. 
The IOAM and SOAM are quite suitable to explain the individual pay 
focus and group pay focus, because these scales are developed for the 
Chinese. Also they have a high reliability and good validity. Furthermore, 
these two scales are developed for testing student's achievement motivation， 
so it is quite confidence that these scales can yield a clearer result. 
For the people who have a high IOAM, according to Yu (1996), 'they 
may emphasize personal ability, effort, luck, ease of task or project, or 
individually desirable personal qualities or states (P.243).' Therefore, these 
kind of people will be more likely to choose individual focus pay, no matter 
whether there is a performance pay or seniority pay. When the pay is 
determined by themselves, they may have a chance to show off their abilities 
and efforts. Therefore it is quite clear that individual pay focus is suitable for 
the high IOAM people. 
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For the people who have a high SOAM, Yu (1996) states that 
‘..…individual will tend to ascribe his or her success to the intervention of a 
significant other, the maintenance of good social relations, collective efforts, 
favorable personal affinity with another person {yuan), or socially valued 
personal qualities (P.243).' Therefore, for a person with high SOAM, he will 
choose the group focus pay. Also from the above described statements， 
these people can handle a good interpersonal relationship and they will work 
together to look for a higher pay. 
While on the other hand, Yu (1993) has carried out a research to test 
the differences between the construct of IOAM and SOAM. He used an 
experimental design in his study and the results find that people with different 
SOAM will have different behaviors and attitudes in performing the task, for 
example high SOAM will be more likely to hope for assistance in finishing the 
task. While for people with different IOAM, there is no significant difference 
between them. From that study, it can conclude that IOAM has no significant 
effect 0门 people's achievement behavior, but at least that study provides an 
idea that IOAM and SOAM are two independent constructs and these two 
constructs are not a continuum. They may have different tendencies. 
In the present study, it is hypothesized that people with high IOAM will 
fit with individual focus pay while people with low SOAM will be more likely to 
choose group focus pay. 
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Pav Base and Locus of Control 
Another pay aspect which is going to discuss is the pay base. There 
exists two kinds of pay base. On one hand pay can be based on the 
employees' performances while on the other hand pay is based on their 
seniority. These two kinds of pay base are widely used in organizations. 
This study uses locus of control to measure people's attitudes on pay base 
and to test the ideas of person organization fit between these two constructs. 
Locus of control on the other hand means "the extent to which 
individuals believe that they can control events affecting them (Hellriegel, 
Slocum and Woodman, 1989, p.44)." There exist internal and external locus 
of control, for the former one which means they can control their fates, while 
later means that their fates are controlled by the external environment. 
Therefore people with an internal locus of control will be more active in an 
event, while people with an external locus of control will play a more passive 
role in an incident. 
Some previous studies had focused on the issue of locus of control, 
Blau (1987) had measured the relationship between locus of control and the 
turnover rate of an organization. He found that people with internal locus of 
control will have a stronger relationship with turnover than the external one, 
because when people think that they can control their outcomes, they will 
probably tend to change theirjobs when facing dissatisfactions. 
Although locus of control has been used for many organizational and 
personality researches, it is still a good indicator in measuring peoples' 
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attitude toward the environment. Miceli and Lane (1991) suggest that there is 
a relationship between seniority-based pay system and external locus of 
control because when people think that their fate are not controlled by 
themselves, they will choose the pay system that is more stable and reliable. 
It seems that Miceli and Lane (1991) is quite similar to the present 
study, but they have not provided any empirical data in supporting their 
suggestions. And if they had carried out the research, their subjects would 
be the employees in organizations, because that article is talking about the 
pay satisfaction of employees in organizations. The employees' perceptions 
towards pay base may be affected by their past experiences and their past 
stories. Therefore their results may have taken other factors into 
consideration. 
Using graduating students may avoid this problem, their attitudes 
toward pay base is purely reflected by their personalities and it is a self-report 
study. Therefore, without any working experiences, they will have a higher 
chance to reflect the true scores. 
After the discussion of locus of control and the pay base, this study 
expects that there should have a fit between them, students with high internal 
locus of control will be more likely to fit in the performance base pay. It is 
because they believe that they can control their fates, and their salaries can 
be reflected by their efforts. While on the other hand, students with high 
external locus of control will be more likely to choose the seniority pay base, 
because as it is said a more predictable future is more suitable and that pay 
system will be stable enough for them. 
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Pav Structure and Machiavellianism 
Pay structure, according to Milkovich and Newman (1993) ‘refers to 
the array of pay rates for different work or skills within a single organization. 
It focuses attention on the levels, differentials, and criteria used to determine 
those pay rates (P.35).' Therefore in this study, pay structure means the 
hierarchies within an organization. 
Machiavellianism is a measure of power orientation. Originally this 
idea was founded by an Italian philosophy called Niccolo Machiavelli. In 
1970 Christie and Geis borrowed his ideas and developed a study of 
Machiavellianism. According to their studies, people with high 
machiavellianism would like to control other people in order to achieve their 
own purposes. Therefore this theory in other words, measures power attitude 
of people. 
There are some studies that used this construct to discuss some 
organizational phenomenon. The study of Lewin and Stephens (1994) tried 
to use this construct to deal with CEO attitude. Apart from that, Turner and 
Martinez (1970) had studied the issue of socioeconomic achievement and 
machiavellianism personality. They found that men with higher education will 
have an association with higher levels of occupational prestige and larger 
income. Moreover, Russell (1973) also finds that people with a higher 
degree of machiavellianism will be more aggressive. That is, they will be 
more aggressive in obtaining the goal. 
20 
Furthermore, scales that are developed by Christie and Geis called the 
Mach VI scale and the Mach V scale. They are widely used in the power 
attitude research. 
While on the other hand, pay structure is the hierarchies inside an 
organization. More hierarchies means more differentiated, that is more power 
structures inside. Therefore, in a large hierarchical organization, people 
have to be responsible to more seniority persons, people at the top hierarchy 
can exercise more power to the subordinates. Therefore more pay structures 
imply more power in an organization. In that sense people with stronger 
desire for power, that is a higher score in the machiavellianism, will be more 
likely to choose an organization with more hierarchies and pay structures. 
While for a person who has a lower desire for power will be more likely to 
choose an organization which has fewer hierarchies. In measuring the 
perception of pay structure, four questions are used, and they are the 
perceived pay hierarchy, perceived job hierarchy, the amount and the ratio of 
pay differences inside an organization. In other words, there should have a 
fit between machiavellianism and pay structure because the job choice 
decision with pay is affected by his personality. 
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CHAPTER III 
.Hypotheses of the Study 
After we have discussed the conceptual model of this study, we will 
now describe the hypotheses. These hypotheses are going to test people job 
choice decisions with pay and see whether there is a fit between these two 
kinds of constructs. 
From the very beginning, we have stated the relationship between pay 
level and gender. We have predicted that male should have a higher pay 
level expectation than female, because they have occupied some higher 
positions in societies while female is the group being suppressed. Therefore 
the first hypothesis would be stated as follows: 
H1: Men have a higher pay level expectation than women. 
Furthermore, when considering the relationship between pay level 
expectation and academic achievement, it is expected that people with a 
higher academic result will have a higher salary expectation, because they 
will have a higher chance to expose to more jobs. Also academic result is an 
important consideration in the recruitment process, therefore better academic 
achievement will have an advantage. So the second hypothesis will be 
written as follows: 
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H2: The higher the academic achievement, the higher the 
pay level expectation will be. 
Apart from this, in the section of pay focus and achievement 
motivation, we have stated that there exist the individual pay focus and group 
pay focus. Yu and Yang (1987), has distinguished between two types of 
achievement motivation; individual-oriented achievement motivation and 
social-oriented achievement motivation. Different people with different 
personalities will tend to accept different kind of pay focus. Therefore the 
third hypothesis should be stated as follows: 
H3a: People with higher individual-oriented achievement 
motivation will tend to choose individual 
pay focus than the people with low individual-
oriented achievement motivation (IOAM). 
H3b: People with higher social-oriented achievement 
motivation will tend to choose group pay focus 
than the people with low social-oriented 
achievement motivation (SOAM). 
Furthermore, in the previous section, we have discussed the 
relationship between pay base and locus of control. K is stated that people 
with different types of locus of control will choose different kinds of pay base. 
The fourth hypothesis is written as follows: 
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H4a: People with external locus of control will tend to 
choose seniority base pay. 
H4b: People with internal locus of control will tend to 
choose performance base pay. 
Apart from that, the issue of machiavellianism and pay structure states 
that people with different degree of machiavellianism will be more likely to 
choose different organization pay structures. Pay structure are measured by 
four different questions. While Machiavellianism itself is the construct testing 
peoples' power attitude, so the fifth hypotheses are state as follows: 
H5a: The higher the Machiavellianism，the higher the 
perceived numbers o f j ob hierarchies. 
H5b: The higher the Machiavellianism, the higher the 
perceived numbers of pay hierarchies. 
H5c: The higher the Machiavellianism, the larger the 
perceived pay differences. 
H5d: The higher the Machiavellianism，the larger the 





The sample of this study are undergraduate students enrolled in the 
course of Business Policy and Strategy at the Chinese University of Hong 
Kong. Since this is a core course of the undergraduate integrated business 
administration program, students come from different fields in the business 
schoolV 
The department of Management offers 7 sessions of the Business 
Policy and Strategy course in this academic term. Each session have a 
quota of forty students. The questionnaires are distributed to the students 
during class and are collected after they have finished. The sample size of 
this study was 240，and 211 questionnaires were received after distribution. 
The response rate of this study was about 88%. 
Measurement 
Independent Variables 
1 The Chinese University of Hong Kong has seven fields of study in Business Administration study. 
They are General Management, Human Resources Management, Finance, Accounting, Decision 
Science and Managerial Economics, International Trade Business and Marketing. 
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The independent variables in this study are different personalities and 
the individual characteristics, specifically, gender, academic achievement, 
locus of control, achievement motivation and machiavellianism. The 
information of gender and .academic achievement are collected by asking the 
respondents about their sex and their grade point average (G.P.A.) of the last 
academic term. 
Concerning achievement motivation, there are many scholars who 
have developed measurement scales of this construct. For example, the 
Edwards Personal Preference Schedule (EPPS) (Edwards, 1959); Personality 
Research Form (PRF) (Jackson, 1966); Mehrabian's Achievement Risk-
Preference Scale (MARS) (Mehrabian, 1969); Lynn's Achievement Motivation 
Questionnaire (Lynn, 1969) and Work and Family Orientation Questionnaire 
(WOFO) (Helmreich and Spence 1978). All these scales try to measure the 
construct of achievement motivation through their own developed scales. 
Their aims are to set up a theory which can be culturally universal. But under 
the fact that most of the researchers are Westerners, their way of thinking 
and understanding are biased towards Western defination. Therefore, these 
scales may not be appropriate for the present study. Under this situation, this 
study adopts the individual oriented and social oriented achievement 
motivation scale which is constructed by Yang and Yu (1987). The original 
version contains 60 questions, 30 items for IOAM and 30 items for SOAM. 
Later, a shorter version was developed by Yang and Cheng (1987). This 
shorter version is a four point likert scale which contains 20 items, 10 items 
measure the individual oriented achievement motivation, and the other 10 
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items measure the social oriented achievement motivation. The reliability of 
the shorter IOAM and SOAM scale are reported to be .78 and .73 
respectively. One hypothesis of this study is to test the tendency of high and 
low degree of IOAM and SOAM towards pay focus. 
Concerned with the construct of locus of control, there are many 
scales trying to measure this construct in the past. In Lefcourt's book (1982), 
the author had stated some of the locus of control scales. For example, 
Bialer's Locus of Control questionnaire; Crandall Intellectual Achievement 
Responsibility Questionnaire; James，l-E Scale; Stanford Preschool hE Scale 
and etc. But this study finds difficulty in using these scales because some of 
them are either too long or too comprehensive, while others seem not 
relevant for measuring the locus of control of students. Furthermore, the 
present study tries to look for a Locus of Control scale that is suitable for the 
Chinese social context. Some Chinese scholars had carried out researches 
about Locus of Control in the past, figures like, Harry C. Hui, Peter C.Y. Chiu 
and Yang Chung Fang. While Chiu had carried out a research about Locus 
of Control in 1988, in that study, he used Levenson Locus of Control scale. 
These Chinese scholars under literature review have not developed a 
Chinese locus of control scale. Therefore, without a Ghinese context scale, 
this study has chosen the abbreviated Rotter's measure of internal-external 
locus of control which is set up by Valecha and Ostrom (1974). This scale 
contains 11 items and is originally coming from Rotter's locus of control scale 
(1966). The reliability of Valecha's scale is .69. This scale provides two 
statements for respondents to choose, and after that, they have to state 
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whether the chosen statement is very close or close to their perceptions in 
mind. 
Furthermore, for the construct of machiavellianism, there are 
numerous researches discussing the measurement of this construct. The 
most commonly used scale is set up by Christie and Geis (1970), the Mach IV 
and the Mach V scale. In the present study, the shorter version of the Mach 
IV scale is used which is set up by Allsopp, Eysenck H and Eysenck S. 
(1991). This scale has 10 items and is reported to have the reliability about 
.83. The scale is further studied by Mudrack and Mason (1995) and they had 
confirmed the usefulness of the scale. The advantage of this scale is shorter 
than the Mach IV scale, and is easier to answer than the Mach V scale. 
Therefore, choosing this scale can allow the respondents more convenience 
in answering the questions. 
Dependent Variables 
The dependent variables in this study are four different pay aspects, 
that is the pay level, pay focus, pay base and pay structure. This study has 
set up some questions to ask the respondents about their attitudes towards 
certain kinds of pay aspects. This is a self report study, so the answers 
reflect the respondents' attitudes towards pay. Concerning the pay level, 
respondents are asked to fill out the expected salary levels after they have 
been graduated. Furthermore, the construct of pay focus is measured under 
the scale of Bretz and Judge (1994). This scale is asking the respondents 
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about the attitude towards group focus pay and individual focus pay. Apart 
from that, the construct of pay base is to ask the respondents about the 
attitude on performance based pay and individual based pay. Two questions 
are asked and the answers are used to determine their pay base attitude. 
Finally, concerning the pay structure, there are four questions asking the 
respondents about the perceived salary differences and the position 
differences between a management trainee and a gener3| manager. Also 
respondents were asked about the perceived amount and the perceived ratio 
of salary differences between the above mentioned positions. These four 
questions seem relevant to the measurement of perceived pay hierarchy. 
The answers of perceived pay hierarchy and job hierarchy can give 
researchers an idea about the differences between them. Recently some 
organizations use broad bending pay structure, that is within a single job 
hierarchy, there exist several pay structures. Therefore, it can also provide 
an insight as to whether students perceived these two hierarchies 
symmetrically. 
Control Variables 
There are some control variables in the study and these variables are 
believed to have an influence on the relationship between independent and 
dependent variables. Variables included in the current study are the family 
income, part time job experience and study concentration. First of all, family 
income can have an influence on perceived pay level. Person from a high 
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income family would seek to have a higher social-economic status (SES). 
His salary expectation will be affected by the environment surrounding him. 
He can only perceive the social economic situation around him and will 
expect to stay in similar social strata like his family. Therefore, he will have a 
higher salary expectation than a person coming from a lower income family. 
Apart from that, study concentration is another factor that will affect the salary 
expectation. It is quite clear that students studying in a specific subject will 
expect to have a related job in the future, for example a student studying in 
marketing will look for a marketing job. Furthermore, no one can deny the 
fact that different industries will have different pay levels. Therefore, study 
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concentration will affect students' salary expectations. Apart from this, part 
time work experience will also affect one's attitude on different pay aspects. 
With part time job experience, a person will be more realistic in organization 
operation. This will make them perceive clearer on different pay aspects and 
they wi" expect more reasonable pay than the others who have no part time 
work experience. Under the same logic, person with part time job experience 
may have a different expectation on an organization pay base and pay focus. 
He will have a more realistic experience on the organization structure, and 
may affect the choice of different pay aspects. Nevertheless, pay structure 
seems less likely affected by the part time job experience. K is intended to let 
the respondents to imagine an organization structure under the framework 
and hints provided by this study. Furthermore, the part time job experience 
does not seem to affect the pay difference and pay ratio, because even a 
person having part time job in an organization, will hardly know the salary of 
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the general manager and will hardly know the pay ratio between them. 
Therefore, in the section of pay structure, this study will not take part time job 
experience into consideration. The above-mentioned control variables will be 
added into our statistical analysis. 
Dummy Variables 
Study concentration in this study is the dummy variable and it contains 
7 groups which represent the study field in the business school. Under the 
suggestion of Cohen J. and Cohen P. (1975), number of dummy variables 
should be g -1，where g is the number of groups. Because addition groups 
would be a redundancy and it cannot provide any additional information. 
Therefore six groups were formed and they were coded as 0 and 1，with 1 
means presence of the feature of that group, while 0 means absence. When 
there are all 0 in six dummy variables, it represents a reference group and it 
is used as a base of comparison. 
Questionnaire Design 
The questionnaire was constructed for the measurement of different 
pay aspects (pay level, pay focus, pay base and pay structure) and different 
personalities and individual characteristics (gender, academic achievement, 
locus of control, achievement motivation and machiavellianism). All the 
questions are in Gantonese. Except achievement motivation, both locus of 
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control and machiavellianism are originally English version. Therefore the 
current study translated them into Chinese first and then again translate them 
into English. Such method is commonly used in research study, and this 
method can make sure that the meaning of the translated version presents no 
distortion. Furthermore, questionnaires were given to some researchers to 
comment and to check whether they have a misinterpretation and wrong 
translation. 
The questionnaire is divided into four sections, the first part is dealing 
with respondent personal backgrounds and the control variables, for example 
the age, gender, G.P.A., family income, study concentration, part-time job and 
etc. This section also contains the questions of pay base and pay focus. For 
the pay structure, four questions are asked. The second, third and forth 
section are the scales of the independent variables, that is the locus of 
control scale, achievement motivation scale and the machiavellianism scale. 
They are all in 4 to 6 points likert scale and these scales are well-established 
and are published in many academic journals. The 5-page questionnaire is 
attached in appendix 1 of this report. 
Pilot Testing 
Before distributing the questionnaires to the undergraduate students, 
questionnaires were distributed to some students in the Chinese University of 
Hong Kong. They are studying the master program who are recently 
participating in the research aspects and others are studying in the 
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undergraduate program. The aim of the pilot testing is to give a chance for 
researchers to test whether there are misunderstanding or misleading 
sentences in the questionnaires. Also it can give researchers a chance to 
look at the tendency of the answer. After the 15 questionnaires were 
received, there are some feedback from the respondents and some revisions 
were made in order to improve the presentation and the expression of the 
questionnaires. 
Statistical power 
Lambda test will be used in the discriminant analysis. This test is a F 
distribution test and when considering the statistical power of this study, it 
should satisfy the minimum sample size under the F-test environment. 211 
samples are justified to have a significant statistical power in this study. 
According to Cohen (1962)，there are three kinds of size of effect with 
different values of population parameters, and they are the small, medium 
and large. This study has set the effect size to medium, and in his study he 
had stated that for a medium statistical power of the F test, the effect size 
should be about 0.25. Furthermore, the statistical power of this study is set 
as 0.8, Cohen (1988) in his book has stated that the desired power should 
be about 0.8 and he stated that a larger statistical power will require a very 
large sample size, and after considering the type I and type II error, Gohen 
suggests that a 0.8 statistical power is most suitable for research. In that 
book, under the sample table of F-test, with the degree of freedom equal to 
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one, a 0.25 effect size and 0.8 statistical power there should have minimum 
64 samples in each group. In the current study, we have 211 samples, 
therefore, the sample size is much larger than required. 
While on the other hand, the statistical power of the regression 
analysis is believed to be significant in this study. Cohen (1988) states that 
the medium effect size of regression analysis should be set at .15, and the 
statistical power should be about 0.8. In the present regression analysis, 
there are some control variables, and the analysis will have at most 14 
variables regress against the dependent variable. According to the 
regression sample tables in Cohen's book (1988, P.452-454), 211 sample 
satisfies the minimum requirement of the statistical power. According to the 
table, it states that 134 samples in a study will justify to have the above-
mentioned effect size and statistical power. 
Furthermore, Brown and Tinsley (1983) state that 'a conservative rule-
of-thumb in multivariate research is that the number of subjects should be ten 
times the number of variables.' (P. 293) Under this logic, 211 samples can 
also satisfy this requirement. 
Statistical Analysis 
In this study, statistical testing is done through the SPSS Windows 
program, some descriptive statistics will be carried out. Moreover, in the 
hypothesis testing, firstly, a chi-test and a correlation test will be carried out, 
it is a preliminary test and it will find out the relationship between the 
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independent and the dependent variables. After these tests, a discriminant 
analysis will be carried out, this test can show the differences between 
groups and can show whether these groups have a certain tendency as the 
hypotheses predicted. Therefore the discriminant analysis is "hnear 
combinations of the independent，or predictor, variables are formed to serve 
as the basis for classifying cases into one of the groups." (SPSS, 1994 P.1) 
Furthermore, Betz (1987) suggests that "discriminant analysis is used to 
describe the dimensionality of group differences". She also states that 
"discriminant analysis can contribute to the understanding of the nature and 
extent of group membership." In addition, this study also carries out a 
regression 3nalysis, to test the explanatory power of the independent 
variables towards dependent variables and to see whether there is any other 
findings apart from the discriminant analysis. 
Concerning the discriminant analysis, the dependent variables are the 
categorical criterion variable, therefore these variables have to be recoded 
into dummy variables, that is the high value and the low value groups. 
Statistical mean between groups will be shown, the hypothesis testing is 
based on the value of the Lambda statistic, that is the ratio of the within-
group sum of squares to the total sum of squares, it is testing the equality of 
group means. This test is commonly used in testing the goodness of fit in 
discriminant analysis. Also the Canonical correlation, that is the measure of 
the correlation between discriminant scores and the groups. And 
furthermore, the classification rate, that is the hit rate and can show how good 
is the discriminant function. In the present study, hit rate higher than 50% is 
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regarded as a good discriminant function, because it is a two by two matrix 
and the hit rate by random should be about 50%. As Brown and Tinsley 
(1983) state that ‘ If no other alternative strategy is available the proportion of 
correct classifications may be compared to the proportion of correct 
predictions expected on the basis of chance，(P.302). Actually the calculation 
of the chance proportion on equal group is provided by some statistical 
literature and the calculation method is similar to the method of determining it 
by chance. Therefore for easy understanding and calculation, 50% of the hit 
rate is the baseline in the two groups cases. For the regression analysis, the 
dependent variable is a continuous variable, the result of the regression 
analysis is analyzed by the R^ which is about the goodness of fit in the 
model, whereas T distribution is to test whether there is a linear relationship 
between independent and dependent variable. 
Furthermore, there are two assumptions under the discriminant 
analysis, and they are the multivariate normal distribution and the covariance 
matrix for all group are equal. To test these assumptions SPSS provides a 
Box's M test, which allows researchers to find out whether there is a violation 
of assumption. The critical value of the Box's M test is set at .01 which is 
suggested by Huberty (1994) in the book of applied discriminant analysis. 
When there is no violation in assumptions, the results of the discriminant 
analysis is reliable and can be used to explain the situation. 
According to the SPSS Windows Guide(1993), there are four 
assumptions in the regression analysis, the linearity that is an assumption 
about how well a straight line fits the data; whereas the equality of variance is 
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about the spread of the residuals. While for the assumption of independent 
of error, this study uses the Durbin-Watson statistics, which is to check the 
correlation of the error terms. And finally the normality assumption which is 
about whether the distribution of the residual appears to be normal. When 
there are violations of these assumptions, they will affect the analysis and the 
results. To check these assumptions, this study uses scatterplots to show 
whether there is a violation. When there is a violation, data have to be 
transformed so as to make them closer and approach to the assumptions. 
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CHAPTER V 
Result of the Study 
In this study, questionnaires were distributed in 6 sessions of Business 
Policy and Strategy classes during January 1997. 211 students filled out the 
questionnaires and of that 67 were male and 143 were female. 49% of the 
students are studying accounting. All of the students are studying in the final 
year. Furthermore, when asking their part-time jobs experiences, 74.6% of 
the students answered that they have part-time job experience. 
There are only few missing data in the responses, large proportion of 
respondents had filled in the answers in the questionnaires. 
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Table 2 
Frequencies of sex, concentration, study year and part-time job 
experience 
Variable N Missing Data 
s ^ 2T0 1 
male 67 
female 143 





International Business 8 
Decision science 1 
Marketing 50 
Study year 209 2 
Year3 171 
Year 4 36 
Year 5 2 
Part-time Job 209 2 
Yes 156 
No 53 
In terms of the student's career expectation, they chose many different 
kinds of industry. There are 13 different categories classified which have 
widely covered different kinds of jobs. Most of the respondents want to enter 
the accounting field after they are graduated. This is understandable 
because a large number of students in this study are studying in accounting. 
The question of career expectation was to test the argument in the previous 




Frequencies of career expectation 
Variable N Missing Data 
Career ^ i i ^ 
1. Marketing 14 
2. Auditing 21 
3. Accounting 58 
4. Government 7 
5. Banking 36 
6. HRM 3 
7. Airlines & related field 3 
8. General business 22 
9. Advertising 7 
10. Computer 1 
11. Servicing field 8 
12. Consulting 2 
13. Fin3nce 7 
14. Others 3 
Students were asked about their family incomes and their salary 
expectations. Goncerning family income, the responses range from 8000 to 
100000 Hong Kong dollars per month. With the mean is 29963.35 dollars 
and the standard deviation is 18384.60 dollars. While the salary 
expectations are ranging from 5500 to 65000 Hong Kong dollars per month, 
with mean at 11293.30 dollars and the standard deviation is 4467.03 dollars. 
Students are also asked about their academic achievements of the last 
semester in terms of grade point average (G.P.A.). The result shows that 
students G.P.A. range from 1.82 to 4.00 with the mean at 3.182 and the 
standard deviation is 0.332. 
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Table 4 
Descriptive Statistics offamily income, salary expectation and grade 
point average (G.P.A.) 
Variables N Missing i ^ Max Mean S ^ . 
“ F a m i l y W^ 55 8000 100000“29963.35 18384.60 
Income 
Salary 209 2 5500 65000 11293.30 4467.03 
Exp. 
G.P.A. 180 31 1.82 4.00 3.18 0.332 
The descriptive statistical results of the dependent variables are 
shown in Table 5 below. For pay base, the mean response is 8.4 and the 
standard deviation is 1.38. In pay focus, the mean response is 8.22 and the 
standard deviation is 1.55. Goncerning the pay structure, there are four 
questions which are the jobs hierarchy (jobs-hier), pay hierarchy (pay-hier), 
pay ratio and the pay difference (pay-diff). Their statistical means are 4.87, 
7.56, 6.93 and 10789.69 respectively, while their standard deviations are 
2.32，4.87, 10.21 and 712935.69 respectively. 
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Table 5 
Descriptive Statistics of pay aspects 
Variables N Missing Min M ^ Mean S ^ 
paybase ?M 0 6 ?2 8^0 1.38 
payfocus 211 0 3 12 8.22 1.55 
paystructure 
jobs-hier 207 4 1 15 4.87 2.32 
pay-hier 203 8 2 30 7.56 4.87 
pay-ratio 207 4 0.5 100 6.93 10.21 
pay-diff 197 14 2000 10000000 107809.69 
712935.69 
As discussed in the early section, the four questions that concern the 
pay structure are highly correlated with a high correlation between perceived 
pay hierarchy and job hierarchy. That means people commonly perceive that 
the number of pay hierarchy is similar to number of job hierarchies. 
Furthermore, there is a correlation between pay difference and pay ratio of 
two given positions inside an organization. It seems reasonable that for a 




Correlation between four pay structure variables 
Variables 1 2 3 4 ~ ~ 
1. Pay Hierarchy 
2. Job Hierarchy .7054 *** 
3. Pay Difference -.0185 .0221 
4. Pay Ratio .2412 *** .3286 *** . 1989 *** 
嫩 p < .01 ‘ 
The statistical results of the independent variables show that small 
number of missing cases are found in the analysis. The result of reliability 
test of the four personality constructs, that is the individual oriented 
achievement motivation, social oriented achievement motivation, locus of 
control and machiavellianism, are .78’ .77, .61 and .87 respectively. All of the 
constructs yield a reliability that is close to the literature reported. The 
statistical means of the four constructs are 29.20, 22.78, 32.25 and 28.95 




Descriptive Statistics of personality 
Variables N Miss Min Max Mean ^ a 
IOAM ^ 2 H 40 29.20 8.138 .78 
SOAM 209 2 10 35 22.78 8.70 .77 
Locus of control 201 10 16 36 32.25 15.27 .61 
Machiavellianism 208 3 10 55 28.95 11.32 .87 
Apart from that, a correlation analysis was carried out. This technique 
intends to find out the relationship between the independent and dependent 
variables. A correlation matrix was formed and the result shows that the 
relationship between GPA and salary expectation and the relationship 
between locus of control and pay base yield a statistically significant result 
with the correlation at .2381 and -.1637 respectively. All other relationships 
between independent and dependent variables are not statistically 
significant. 
Table 8 
Correlation Analysis between Independent and Dependent Variables 
Independent Variables Dependent Variables Gorrelation 
Academic Achievement Salary Expectation .2381 * 
Locus of Control Pay Base -. 1637 * 
* P < 0.05 
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Furthermore, chi-square tests are carried out to test the differences 
between groups and to see whether they have a certain tendency between 
individual personalities and pay aspects. When running the chi-square test, 
a 2 by 2 matrix is formed which divided the personalities and the pay aspects 
into two dichotomies with high and low degree. Two groups are divided by 
using the statistical mean. Therefore the tendency of the respondents can be 
clearly shown. Four main pay aspects together with five personalities and 
individual characteristics are tested. The results of the chi square testing are 
listed in the table below. The chi square test finds out there are some 
differences between groups. 
Table 9 
Pearson Chi-square test of different personalities and pay aspects 
Variables Value 
Personality# Pay Aspects 
Gender Pay Level .729 
Academic Achievement Pay Level 15.126* 
IOAM Pay Focus 5.321** 
SOAM Pay Focus 1.212 
Locus of Control Pay Base 2.638 
Machiavellianism 
Jobs-hier Pay Structure .593 
Pay-hier Pay Structure 2.979*** 
Pay Diff Pay Structure .856 
Pay Ratio Pay Structure 10.125* 
* p < . 0 1 ** p < .05 ***p<.10 
# Personality is including individual characteristics 
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After the chi square test, this study uses discriminant analysis to find 
out the relationship between the independent variables and the dependent 
variables. It is a suitable statistical technique for discriminating groups based 
on the value of the independent variables. Before using the analysis, the 
dependent variables have to be recoded into a categorical variables with the 
indication of high and low value. Discriminant analysis allows researchers to 
look at the mean differences in independent variables after recoding. This 
result are shown in Table 10 which is the mean differences of the variables. 
Each dependent variable is coded as 0 and 1 with specific description. 
For sex and academic achievement, the result shows that male intends 
to have higher salary expectations than female. People with higher G.P.A. 
would like to have a higher salary expectations. Furthermore, group with high 
salary expectation usually comes from a higher income family and people 
without part-time job experience would tend to choose a higher salary 
expectation. 
Moreover, concerning pay base, people with seniority base pay would 
have a higher score on the locus of control, that is they have an external 
locus of control. While for performance pay, people in this group would have 
a low value in locus of control, that is they believe they can control the world. 
Their part-time job experiences are also different from each other and more 
part-time experiences are found in the seniority pay group. 
In the discussion of pay focus with achievement motivation, people 
with higher value of social oriented achievement motivation will tend to 
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choose group focus pay, while respondent with higher value of individual 
oriented achievement motivation will tend to choose individual focus pay. 
Concerning the part-time job experience, people with working experience will 
tend to choose individual pay rather than group focus pay in both kinds of 
achievement motivation. 
Regarding the four aspects of the pay structure, that is the job 
hierarchy, pay hierarchy, pay difference and pay ratio, all of these factors 
show that higher value of machiavellianism is associated with larger 
hierarchy, larger difference and higher ratio. 
Table 10 
Group means of the discriminant analysis 
D. V. Recoded Description Predicting Variables 
Number 
Sex Part-time Famine ACY 
Salary Exp. 0 Low Salary Exp. 1.721 .769 26538 .548 
1 High Salary Exp. 1.659 .744 34243 .390 
DSE FIN ITB MGT 
0 Low Salary Exp. .000 .154 .038 .010 
1 High Salary Exp. .012 .244 .049 .000 
MKT 
0 Low Salary Exp. .202 
1 High Salary Exp. .293 
G.P.A. Part-time Famine ACY 
Salary Exp. 0 Low Salary Exp. 3.094 .783 26696 .598 
1 High Salary Exp. 3.280 .746 34690 .394 
DSE FIN ITB MGT 
0 Low Salary Exp. .000 .141 .033 .011 
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1 High Salary Exp. .014 .254 .042 .000 
MKT 
0 Low Salary Exp. .174 
1 High Salary Exp. .282 
LOC Part-time 
Pay Base 0 Seniority Pay 29.404 .746 
1 Performance Pay 28.318 .718 
IOAM Part-time 
Pay Focus 0 Group Focus .413 .722 
1 Individual Focus .578 .783 
SOAM Part-time 
Pay Focus 0 Group Focus .600 .728 
1 Individual Focus .524 .780 
Mach. 
Job Hierarchy 0 Small Hierarchy 27.907 
1 Large Hierarchy 27.972 
Pay Hierarchy 0 Small Hierarchy 27.333 
1 Large Hierarchy 28.353 
Pay Difference 0 Small Difference 27.382 
1 Large Difference 28.383 
Pay Ratio 0 Small Ratio 26.250 
1 Large Ratio 29.379 
The results of the discriminant analysis are listed in Table 11 below. 
The Lambda test is to test the null hypothesis that the population from which 
the samples are drawn with no mean differences between groups. A 
significant result means that these two groups are unlikely to have the same 
mean on the discriminant function. (SPSS, 1994 P.17) In this study, all of the 
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variables yield a high lambda value and they range from .822 to .999. While 
for sex, academic achievement, locus of control and the machiavellianism 
with pay ratio yield significant results in the Lambda test. Therefore, it can be 
said that these discriminant functions are good functions. Furthermore, the 
canonical correlation seems quite similar with the lambda result, a high 
correlation usually comes from a significant lambda result. The highest 
correlation found in the variable of G.P.A. which has .4219. In Table 11, it 
shows that all of the variables yield an acceptable hit rate which is better than 
placing the cases by chance, that is larger than 50%. Although they are not 
as high as 80's to 90,s percent, it still shows an improvement in the 
understanding of the situation and can show some degree of fitness of the 
discriminant function. Furthermore, most of the Box's M statistic in these 
analysis show an insignificant result with the critical level at 0.01. These 
results show that groups in the study have not violated the assumption of the 
discriminant analysis. But for the SOAM, the result of the test is 0.000 which 
shows that there is a violation in the assumption of discriminant analysis and 
it also yields an insignificant result in the lambda test in the disriminant 
analysis. While some of the Box's M statistic cannot be computed because 




Discriminant analysis results of different personalities and pay 
aspects 
I.V. Covariant D.V. Lambda Canonical Hit Rate Box's M 
Correlation 
Sex Part-time Sal. .905** .3077 61.29% ^ 
Famine 
Con. 




LO.C. Part-time Pay Base .972 .1674 57.79% .6374 
IOAM Part-time Pay Focus .989 .1026 53.59% .2391 
SOAM Part-time Pay Focus .993 .0788 50.72% .0000 
Mach Job Hierarchy .999 .0043 53.92% .3159 
Mach Pay Hierarchy .996 .0655 55.50% .1647 
Mach Pay Different .996 .0626 52.58% .8208 
Mach Pay Ratio .959* .2031 60.29% .0149 
•k ** *** 
p < .01 p < .05 p< .10 
After the discriminant analysis, the regression analysis was used to 
find out the relationship between the independent and the dependent 
variables. It is a linear regression, and all the control variables, including 
other independent variables, are put into the analysis.丨门 doing this, some of 
the independent variables in other relationships are regarded as control 
variables and are taken in consideration. It hopes to draw a better conclusion 
in the analysis and to yield a higher explanation power. Before the analysis, 
2 According to SPSS output, it states that ‘ no test can be performed without at least two non-singular 
group covariance matrix. ’ 
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scatterplots are made in order to test the assumptions of regression analysis. 
These plotted graphs show that data in this study cannot satisfy the 
assumptions and these results will seriously affect the analysis of results. 
The distribution of the residuals have a certain distribution but not random 
spread, while some cannot said to be normally distributed. Therefore, in 
order to improve the model, this study tries to transform the dependent 
variables as the SPSS Windows Guide (1993) suggested. This study tries 
several methods in transforming the dependent variables include log，square 
and square root. After several transformations, a judgment is made to select 
the most suitable method in this study and finally log methods is used. This 
method is to make the data closer to the model and to correct the violation of 
the assumptions in the regression analysis. Despite the efforts in correcting 
the problems, this action, as the SPSS guide suggests, will not eliminate all 
the violations. But at least this study has taken a critical examination on the 
assumptions in regression analysis and tries to correct the data back to the 
assumptions described. After data transformation, a regression analysis is 
computed. The result of the regression analysis is better than before and 
there is an improvement in the model. Furthermore the results of Durbin 
Watson statistics of different regressions are close to 2, that is the residual of 
the analysis has no significant correlation. The result of regression analysis 
after data transformation are shown in table 12 below. 
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Table 12 
Result of Regression Analysis 
I.V& SalExp Pay Base Pay Focus Jobs Hier PaysHier 
C.V. Beta T Beta T Beta T Beta T Beta T 
s ^ 7 o 5 2 r i 9 l !o62 i 9 6 ~ ^ ~ ^ ~ - 1 . 3 1 0 ~ ^ - 1 . 2 7 3 
GPA .300 4 . 2 i r .137 1.631 .152 1.762*** .161 1.848*** .190 2.151** 
FAMINC .195 2.832 * .013 .164 -.091 -1.084 .060 .707 -.078 -.908 
PART .081 1.183 -.035 -.434 .001 .016 .000 .008 .138 1.618 
LOC -.122 -1.776*** -.169 -2.075 ** -.133 -1.581 -.011 -.126 .106 1.239 
SOAM -.086 -1.267 -.207 -2.581 ** -.024 -.290 .142 1.714*** -.002 -.020 
IOAM .080 1.210 .130 1.662*** .071 .878 .107 1.322 .111 1.331 
MACH .052 .733 .020 .239 .028 .330 -.024 -.281 .121 1.395 
MGT -.015 -.201 -.093 -1.058 .024 .270 .014 .155 .009 .094 
MKT .122 .762 -.128 -.674 .518 2.658 * .137 .707 -.032 -.165 
ACY -.062 -.324 -.267 -1.186 .548 2.370 ** .100 .432 -.067 -.289 
DSE .363 4.825 * -.081 -.908 .065 .707 .018 .193 .043 .464 
FIN .152 .908 -.247 -1.256 .483 2.382 * .160 .782 -.042 -.203 
ITB .145 1.476 .130 1.123 .157 1.311 .154 1.277 .182 1.567 
Adj R .341 .084 .030 .022 .041 
* * *P>0.1 ** P > 0.05 *P>0 .01 
52 
Table 12 
Result of Regression Analysis 
(Con't) 
Pay Ratio Pay Diff 
Beta T Beta T 
S ^ 7 2 8 7 - 3 . 2 4 0 * 7 ^ 2 7 - 1 . 3 9 8 ~ " 
GPA .137 1.646 .246 2.881* 
FAMINC .041 .510* .110 1.334 
PART .223 2.781 .181 2.190 ** 
LOC -.020 -.245 -.034 -.408 
SOAM .030 .382 .081 .996 
IOAM .048 .622 .111 1.393 
MACH .031 .374 -.001 -.017 
MGT -.057 -.655 -.010 -.116 
MKT -.113 -.602 .305 1.607 
ACY -.125 -.561 .254 1.124 
DSE .033 .370 .084 .935 
FIN -.183 -.939 .177 .890 
ITB .142 1.234 .198 1.685*** 
Ad jR .107 .073 
*** P > 0.1 ** P > 0.05 * P > 0.01 
Some relationships in this study are statistically significant. The 
relationship between 3cademic 3chievement and the salary expectation, 
locus of control and the pay base. Apart from these, this analysis cannot find 
any other statistical significance as the hypotheses suggested. Furthermore, 
the beta signs are shown as expected, especially for the statistical significant 
relationships. For example, students with higher academic achievement will 
have a higher salary expectation, while student with external locus of control 
will expect a seniority base pay. The adjusted R is high for the relationship 
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between academic achievement and salary expectation, others yield a 
relatively low results. 
While on the other hand, this study finds out some of the relationships 
that are not described in the hypotheses. When doing the regression 
analysis, this study finds some of the unexpected relationship. For example, 
there is a significant result in the relationship between pay base and 
achievement motivation, higher IOAM will choose performance pay while 
higher SOAM will choose seniority pay. Since they are not hypothesized, the 
results seem logical. People with high IOAM will like to use their own 
standards to earn pay, while people with SOAM will like to use the group 
standards to determine their pay. This result shows that not only locus of 
control have influence on different focus pay, but also the achievement 
motivation will have an influence on it. Furthermore, gender has a significant 
difference in perceived pay ratio. Male will perceive higher ratio while female 
is not. It seems that male are more aggressive and desires for more power 
than female. Other significant findings include the relationship between pay 
hierarchy and pay difference towards academic achievement. They are also 
very interesting and worthwhile for the researchers to explore further. These 
unexpected findings can lead to further research and can be a direction of 
further explanation of the person organization fit perspective. 
The regression and the discriminant analysis support some of the 
hypothesized relationships. For academic achievement and locus of control, 
both analysis yield significant results. While there is a significant result of 
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sex and pay ratio in the discriminant analysis. No matter which analysis yield 
statistical significant results, it can show the relationship between the 
independent variables and the dependent variables. 
Hypotheses Testing 
The results of the hypotheses testing are based on the discriminant 
analysis and regression analysis. Although there are several indications of 
the statistical results in the discriminant analysis, lambda test basically 
provides an idea of whether the sample mean from the population is equal. 
Therefore, a significant Lambda result can provide a reliable indication of the 
analysis. Furthermore, the results of the regression analysis are determined 
by the T value which show there is a linear relationship between independent 
and dependent variables. The result of hypotheses testing are listed in Table 
13，it is shown that male will have a higher salary expectation than female as 
predicted in the hypothesis one. Furthermore, the relationship between pay 
level and academic achievement is also supported, that is students with 
higher academic achievement will have a higher pay level aspiration. Locus 
of control also yield the predicted result, that is people with internal locus of 
control will tend to choose performance pay while external locus of control is 
associated with seniority pay. Furthermore, there is an association between 
perceived pay ratio and individual's machiavellianism. The result shows a 
tendency that people with higher machiavellianism will tend to perceive an 
organization with higher pay ratio. 
55 
While on the other hand, there are some hypotheses that are not 
supported. When dealing with the social oriented achievement motivation 
(SOAM) and the individual oriented achievement motivation (IOAM), this 
study cannot draw a conclusion on the relationships between pay focus. 
These findings show that high and low degree in both variables may not have 
different tendencies towards pay focus, or they may not have linear 
relationships towards pay focus. This result may support the suggestion of 
Yu (1993) that IOAM and SOAM are two different but independent constructs. 
Apart from that, some aspects of the pay structure are also not 
statistically significant. Three out of four aspects are not statistically 
supported the pay different, job hierarchy and pay hierarchy. There is no 
significant relationship when to make an association with the 
Machiavellianism. Although all of the above-mentioned hypotheses are not 
supported, they still show a satisfactory hit rate in the discriminant analysis, 
for example the construct of pay hierarchy, the hit rate of that discriminant 
function is 55.5%. It still shows a good predictive power towards pay 
structure. Furthermore, most of the construct in this study show some 
predicted directions in the regression analysis. 
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Table 13 
Result of hypotheses testing 
Hypothesis Description Result 
H1 Men have a higher salary expectation than Support 
Women. 
H2 Student with a higher academic achievement Support 
will have a higher salary expectation. 
H3a Student with higher lOAM will tend to choose Not Support 
individual focus pay. 
H3b Students with higher SOAM will tend to Not Support 
choose group focus pay. 
H4a External locus of control will tend to choose Support 
seniority base pay 
H4b Internal locus of control will tend to choose Support 
performance base pay. 
HSa Higher machiavellianism will tend to perceive Not Support 
larger job hierarchies. 
HSb Higher machiavellianism will tend to perceive Not Support 
larger pay hierarchies. 
HSc Higher machiavellianism will tend to perceive Not Support 
larger pay differences. 
HSd Higher machiavellianism will tend to perceive Support 
larger pay ratios. 
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CHAPTER VI 
Discussion and Conclusion 
This study analyzed the relationship between individual characteristics 
and personalities to job choice decisions with pay. The findings of this study 
show that some of the hypotheses are supported, while some others are not 
supported. Therefore, it may be said that when testing the person-
organization fit idea, suitable personality constructs are needed. While on 
the other hand, this study can provide the argument that individual 
personality as an independent variable has a predictive power on pay 
preferences. The result shows that there should have a complimentary fit 
between personality and organization. For an employee to work efficiently 
and effectively, a suitable organization environment should be provided so as 
to meet the demand of the people. Pay is one of the important factors that 
employee would consider. Therefore a person organization fit is very 
important, and this study can give an idea about the details of this fit. 
As discussed in the earlier sections, personality or individual 
characteristics and pay system are chosen to operationalize the person 
organization fit construct. It is because personality is believed to have an 
important influence on people's way of thinking and behaviors, while pay is 
an important factor for employees to consider the attractiveness of an 
organization. Therefore, when there is a fit between personality and pay 
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system, the result can explain the job choice decisions of people and can 
describe their pay preferences. 
Furthermore, results of this study show that people with certain 
personalities and characteristics will have a fit between organization pay 
system. The statistical results confirm that some people do look for certain 
kind of organization. This job choice behavior with pay can be explained by 
the idea of person-organization fit, and this study does find out a fit between 
some of the personality variables and organization pay systems. For 
example, this study shows that people with external locus of control will fit in 
an organization with seniority pay system. Therefore, there exists a fit 
between person and organization and it is a complimentary fit between 
employers and people and this study uses personality and pay system to 
explain this fit. 
The job choice decisions with pay are peoples' behaviors that are 
looking for jobs. Behind these behaviors, people are searching for an 
organization that fit their personalities and their personal characteristics. 
Therefore the pay preference is to a large extent influenced by the 
personality. Furthermore, the study can also explain how employer shapes 
an organization's pay system in order to fit with employee's pay preference. 
Therefore, the study of person organization fit can extend the understanding 
of peoples' job choice decisions with pay and can enhance the knowledge of 
the fit between a person and an organization. The following paragraphs 
discuss the relationship between personality and pay system as predicted in 
the hypotheses. 
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This study confirms that there is a gender differences in salary 
expectation. This result proves that although Hong Kong is a fair and equal 
society that emphases on gender equality, there still exists gender difference 
in salary expectation. Furthermore, it can be said that relative deprivation 
theory and occupation theory can reflect the situation of Hong Kong society 
and these theories can provide a broader image about gender difference in 
salary expectation. Furthermore, it confirms there will be a better fit that 
males will fit in an organization with high pay levels while females will fit in an 
organization with lower pay. Apart from these, the control variables also have 
an effect on this relationship. As discussed in the previous section, family 
income, part time job experience and study concentration will h3ve 3n imp3ct 
on a person's salary expectation. 
Moreover, this study shows that a student with a high academic result 
will look for a job with higher salary. This finding can support the argument 
using expectancy theory that when a person expects a certain outcome he 
will look for that result. Therefore, the result of this study finds out another fit 
between academic achievement and organization pay level. People with 
higher GPA will fit in organizations with higher pay. This result is not 
surprising because in real situation most Hong Kong employers use 
academic result to judge the ability of a person. With a high academic result, 
they will expect a person to have a good performance in an organiz3tion. 
Therefore, the relationship between salary level and academic achievement 
should have a high relationship. 
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In the Locus of control section, this study finds out that students with 
internal locus of control would like to choose performance base pay while 
students with external locus of control will tend to pick seniority base pay. 
Locus of control is a good indication in measuring students' pay base 
attitude. It also supports the idea of person organization fit that certain kind 
of personality will fit in an organization pay system. People tend to choose 
performance pay base because they have a internal locus of control and 
there is a fit for them. Apart from that, this finding also supports the argument 
of Miceli and Lane (1991), They believe that there should have a relationship 
between locus of control and pay base and the present study provides an 
empirical support for the above mentioned argument. 
Apart from that, the result also shows that there is a relationship 
between machiavellianism and pay structure. This finding support the 
argument that peopie with higher Machiavellianism, will expect an 
organization with higher pay ratio. From an organization point of view, higher 
pay ratio means higher number of organization structures and that is more 
differentiated. People can exercise more power in that organization. 
Therefore, this study also shows there is a fit between power attitude and 
organization pay structure. This fit will cause people to choose different 
number of pay structures in organizations. 
All the above mentioned results confirm that there are some kind of fit 
between person and organization. And this study does provide an idea about 
the fit between personality and organization pay system. Some degree of fit 
are found in different aspects of pay and personality. 
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Concerning the constructs of IOAM and SOAM, there is no statistical 
significance between pay focus. These constructs cannot distinguish the 
difference between individual focus pay and group focus pay. This study 
cannot draw a conclusion on the fit between achievement motivation and pay 
focus. The insignificant of the relationship between them could be explained 
by the following discussion. 
Firstly, the setting of this study may cause this insignificance, because 
questionnaires are filled out during class, and students are able to discuss 
with the others next to them. Therefore, their answers may not be consistent 
and these will affect the analysis. Sometimes their answers will tend to be 
social oriented, while in some incidents, they will approach the individual 
oriented achievement motivation. Therefore, sample specificity may cause 
bias in the study and would cause a misfit in the analysis. 
Furthermore, as Hong Kong seldom has group focus pay systems in 
org3niz3tions, respondents can hardly imagine the mechanism behind the 
group focus pay, so even though a person has a high social oriented 
achievement motivation, he will not necessarily choose group focus pay. 
Therefore, respondent choosing individual focus pay may be highly individual 
oriented and also high socially oriented. These results may also affect the 
analysis of the study. 
Apart from that, in Yu's (1993) study, he found that there was no 
difference in peoples' behavior between high and low individual oriented 
achievement motivation but he found that there was a significant difference 
between high and low degree of social oriented achievement motivation. But 
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in the present study, both kinds of achievement motivation do not yield 
significant results, Yu (1993) explained that different kinds of achievement 
motivation is affected by the relative strength of that idea in a society. 
Therefore, Hong Kong is said to be a society that mixed with different ideas 
and thinking towards pay focus. There would be another force that can 
explain the situation of Hong Kong, like materialism or capitalism thinking. Or 
simply, the achievement motivation construct cannot explain Hong Kong's 
situation. Therefore, the above mentioned problems need further study. 
Furthermore, as there is a limited literature support for the relationship 
between achievement motivation and pay focus, little work had done on this 
aspect. Moreover this construct is set up by Yu and Yang in the 1980s', not 
many researchers cite this construct in their research before. More research 
should be done to test the power of these constructs. Furthermore, the 
findings of IOAM and SOAM in the present study are quite different from the 
results of Yu (1993). In the present study, the result show that there is no 
significant result in IOAM and SOAM. Therefore, more studies should be 
done in testing these two constructs since they are just established recently. 
Although there may have weakness in these constructs, this study can 
provide an opportunity to explore on the relationship between pay focus and 
3chievement motivation. 
Apart from this, this study also finds out some aspects of pay structure 
which are not supported. The misfit between these constructs may due to the 
difficulty of the respondents to imagine the actual number of jobs and pay 
hierarchy in an organization. It would be easier for them to think of the pay 
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ratio, because job titles or job hierarchies are different from one organization 
to another. It is difficult for them to fill out the answers about the perception 
of an organization. Apart from this, the hypothesis of pay hierarchy is also 
not supported and the reason of this may be the same as the previous one. 
Respondent may not have an experience and knowledge of an actual 
organization. Even when they have a part-time working experiences, they 
may not be aware of the pay structure in organizations because as a part-
time job worker, the number of pay hierarchies is not related to them. 
Furthermore, it is also quite difficult for the respondents to think of the actual 
amount of salary difference between two given positions inside an 
organization. They will be very difficult to estimate the amount between two 
given positions, because they could hardly know the salary of a manager in 
an organization. Under this findings，it can be said that when asking the 
actual number about an organization, no matter it is the pay hierarchy, job 
hierarchy or pay difference, there would yield an insignificance result in the 
hypotheses testing. But when asking the respondents about the ratio 
between some titles in organizations, they will be easier to think and to 
answer. 
Inability of the construct of Machiavellianism may be one of the 
reasons why some of the hypotheses are not supported in the variable of pay 
structure. Although Machiavellianism tests about the power attitude, Chinese 
people may be less sensitive to power than the westerners. Also, as it is a 
construct that is set up by Westerners, it may not be suitable to test in the 
Chinese society. Apart from that, even if a person desires for power, under 
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the pressure and norms of the Chinese society, he may not be able to 
express his view. And therefore this construct may loss its explanatory power 
in discussing the power attitude. 
Despite three out of four pay structure hypotheses are not supported, 
this study still can show a relationship between Machiavellianism and pay 
structure and there should have a fit between them. This result can support 
the argument about people job choice behavior towards pay. Therefore, this 
study still can argue that people with high degree of Machiavellianism will fit 
in an organization with larger pay ratio. 
In short, this study does find out some kind of fit between personality, 
individual characteristics and different aspects. There should have a 
complimentary fit between them, employees should have a demand towards 
organization and organization in turn will give supplies to them. In other 
words, people will demand organizations with certain kind of pay that fits with 
their personalities; while organizations will give supply, that is different kind of 
pay, to the employees. K is hope that employers can make adjustments in 
their pay systems so as to suit the demand of the job seeking people. 
Limitations 
This study can provide an opportunity to discuss the perspective of 
person-organization fit. Some of the hypotheses are supported while some of 
the results are not as predicted. There might have some limitations in this 
study. 
65 
First of all, the sample for this study is undergraduate business 
administration students taking the business policy and strategy class. There 
is a possibility of having a sample specificity in the study. Their specific 
backgrounds might have a bias on the perception of certain pay aspects, and 
they may have a common ideas and perceptions towards certain matters and 
questions provided by the questionnaires. This study cannot be said to have 
a probability sampling, but at lease this study can provide a perception of 
some of the undergraduate students towards pay preferences. 
Students in this study do not have any full time working experience in 
organizations. They may find it difficult to answer the questions that deal with 
organizations, for example the pay focus and the pay structure. They may 
have difficulty in answering the pay hierarchy and pay difference between two 
certain positions in an organization. Although the questionnaire provides 
some guidance and hints for the respondents, lack of knowledge of the 
respondents towards organization may cause statistically insignificance in the 
hypotheses testing. 
Apart from that, the translation of the questionnaire needs careful 
handling, because there is no Chinese version of the Valecha and Ostrom 
locus of control scale and the Machiavellianism scale. Although Chiu, et. al., 
in 1988 had done research about locus of control, there is still lack of a scale 
that can be used in the Chinese society. Under this situation, extra works 
have to be done. Therefore, the Chinese version are translated under the 
needs of this study and distortion may occur during the translating process. 
In order to minimize this distortion, several processes have been carried out, 
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for example the back translation process, the validation process by some 
experienced researchers. By doing so, this study hopes to minimize the 
distortion of the questions. 
Furthermore, the reliability of the locus of control is .61, not too high 
but still acceptable. It may still have the problem that the construct cannot 
accurately reflect the perception of people towards locus of control. Despite 
the fair reliability of this construct, past literature reported that the reliability of 
this scale was about .69 and therefore, the scale reliability of the present 
study is not too far from that. 
The construct of individual oriented achievement motivation (IOAM) 
and social oriented achievement motivation (SOAM) are constructed in the 
late 80's. These constructs need more validations. More works need to be 
done in order to have a more in-depth understanding about these constructs. 
The above-mentioned limitations appear during the research process 
and this study tries its best to overcome these problems and hopes that they 
will not distort and affect the result of the present study. 
Implication 
This study can provide an idea about people job choice decision within 
the person organization fit framework. The findings of this study support that 
some of the personality constructs do fit with some organization pay systems. 
There is really in existence some kind of fit between a person and an 
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organization. With different personality, people will choose different kinds of 
pay system. 
Furthermore, this study can provide an idea to employers about the fit 
between organizations and employees. Because it is a complimentary fit, 
where employees have demands towards organizations, and organizations in 
turn have to give supplies to them. Therefore, employers can adjust the 
organization pay systems in order to match with the desire of employees. 
This study can also provide an idea for managers when recruiting people. 
Managers can recruit some persons with suitable personalities that can 
match with the organization pay system. In this study, people with internal 
locus of control would like to choose the performance base pay. Therefore, if 
an organization is having the performance base pay, managers should recruit 
some persons with high internal locus of control rather than someone with 
high external locus of control. 
Managers should also learn from this study, for an existing 
organization, manager should know more about their subordinates' 
personalities. When there are some misfits between organization pay 
systems and employees' personalities, managers should try to adjust the 
organization systems or transfer the employees to different departments with 
a suitable pay system. In fact, it is quite difficult to tell whether an 
organization should adopt a certain kind of pay system rather than the others, 
decisions should match with specific situations, but this study do provide 
some guidelines and suggestions on the direction between pay and 
personality. A specific kind of pay, under this study, should have a fit with a 
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certain kind of personality. Therefore, this study can give a clear idea for the 
managers to decide their pay systems. 
Furthermore, this study can provide an insight about the demand of 
employees. In other words, this study can show the demand side of the 
person-organization fit perspective. Employers should aware of the 
employees' demand and give suitable supply to them, or the employers 
should know their personalities before recruiting them. Therefore, a fit 
between person and organization can enhance the productivity of the whole 
organization. 
Further Research Suggestion 
As Kristof (1996) mentions, the study of person-organization fit needs 
more empirical research in order to buttress the foundation of this 
perspective. Pay aspect is only one of the organization aspects and further 
research can explore on the relationship between personality and other 
organizational aspects so as to test other aspects of person organization fit 
perspective. For example like organization communication system and 
organization welfare system. 
Furthermore, due to the fact that this study cannot put all the 
personality variables in the analysis, some other personality variables or 
Chinese personality scales can be used in order to explain the real situation 
of the person-organization fit perspective. Further studies can use other 
personality variables in testing the relationship between pay preferences. In 
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this study, there is no significant relationship between social oriented 
achievement motivation and the pay focus, more in-depth studies are needed 
in testing the construct of achievement motivation. 
This study uses students as the subject of the study but further 
research can use people who are working in the society as the focus of study. 
These people working in the society may have different perspectives towards 
organizations, also the fit of an organization may be different from this study. 
If it is the truth, it may argue that different kind of people may have different 
form of fit. 
The different reactions of the four pay structure variables need further 
discussion and research. These differences in results will affect the analysis 
of the study. Therefore, further studies need to look at the pay structure 
variables and see whether there is some other methods that can improve the 
measurement of this construct. Furthermore, achievement motivation in this 
study is recently set up by Yang and Yu in the mid 80's, more theoretical 
works are needed to increase the explanatory power of this construct. 
This study also finds out some relationship that are not described in 
this study. These relationships may have an explanation power in discussing 
the person organization fit. Some relationships are quite interesting and 
further research may put more efforts in these relationships. Although they 
are not described in the study, these findings can stir up the interest for 
further research direction. Some studies need to validate these ideas and try 
to set up a theoretical framework in explaining this situation, there may have 
a fit between these constructs. With more empirical works, the idea of fit 
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between person and organization can be wholly explained and the job choice 
decision with pay can be described in a more systematic way 
Further research can put more efforts in setting up the profile of the 
relationship between pay and personality. These profile should show a 
comprehensive picture that combine different pay systems and different 
personalities. That is under some kind of pay systems, what kind of 
personality is most suitable for an organization. Furthermore, there may have 
an interaction effects between different independent variables. Different 
independent variables may have moderating effects on the dependent 
variables. Further research may look at the interactions of the independent 
variables on different pay system. The results of the regression analysis do 
provide some hints about different personalities variables towards different 
pay systems and further research can put more efforts in here. 
All in all, the perspective of person-organization fit still needs more 
empirical studies. More works and efforts have to exerted in order to draw a 
better and wider picture of this perspective. 
GonclusioA 
This study provides an opportunity in studying the relationship 
between individual personalities and pay aspects. The idea of person-
organization fit had been described by many researchers, but only few 
studies had carried out empirical studies in testing the relationship between 
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them. Despite the fact that some relationships are not supported, this study 








1.你的性別是： 男 / 女 











^ 讚 同 
同 
A.薪金的計算是按你在該公司的年資而定。 1 2 3 4 5 6 
















A.在同一個工作小組內的成員應得到同樣的報酬。 1 2 3 4 5 6 






^ ¾ ! 
>LL»、 
1 .你會爲一己之利而準備欺騙別人。 1 2 3 4 5 6 
2 . 你會作出一些損人而利己的事。 1 2 3 4 5 6 
3 . 你會爲求達到目的而使用跪計。 1 2 3 4 5 6 
4 . 你會爲求達到目的而踐踏他人。 1 2 3 4 5 6 
5 . 你喜歡控制他人。 1 2 3 4 5 6 
6 .你做事只是從自己的利益著眼。 1 2 3 4 5 6 
7 . 你認爲勝利是生命中最重要的。 1 2 3 4 5 6 
8 .你會爲得到晉升機會而不擇手段。 1 2 3 4 5 6 
9 . 你喜歡作謙虛誠實的人多5$：重要而不誠實的人° 1 2 3 4 5 6 






全 有 相 非 
不 點 當 常 
符 符 符 符 
^ 八 y^ ^ 
口 口 口 口 
1 .過去在求學期間，你常爲達到父母所期望的成績標準，而加倍努1 2 3 4 
力。 
2.你時常爲了完成一件自己喜歡的工作，而一直熬到深夜。 1 2 3 4 
3 .在做一件事之前，你常希望別人能告訴你如何去做的詳細步驟。1 2 3 4 
4 .當你圓滿完成一件工作時，即使沒人知道，你也會覺得有成就 1 2 3 4 
感° 
5.工作時，你根據同學或朋友的標準來要求自己。 1 2 3 4 
6 . 你常常做一些事，目的只是爲了向別人證明你是一個有用的人。1 2 3 4 
7 . 不管事情有多困難，祇要你自己認爲値得去做，你就會盡力而1 2 3 4 
爲。 
8.爲了讓別人相信你的能力很高，每件工作你都會盡力去做。 1 2 3 4 
9.做完一件工作後，你喜歡根據自己的標準來加以評價。 1 2 3 4 
10.社會上一般人認爲有價値的東西，你都想努力去獲得° 1 2 3 4 
11.你追求高學歷，不是爲了光宗耀祖，而是因爲你自已對知識有興1 2 3 4 
趣。 
12.你生活的主要目標，是完成讓你父母引以爲榮的事。 1 2 3 4 
13.工作的時候，你總是拼命去做，直到你自己滿意爲止。 1 2 3 4 
1 4 .你最崇拜那些有很高社會地^ 4的人° 1 2 3 4 
15.不管別人怎麼想，只要你認爲有價値的事，你就會去做。 1 2 3 4 
16.你覺得生活目標的價値，應由你自己來決定。 1 2 3 4 
17.你比較喜歡你的工作成果能由別人來評定。 1 2 3 4 
18.你通常按照自己的選擇，做自己想做的事。 1 2 3 4 
19.要是你不能出人頭地，那實在是太對不起祖先了 ° 1 2 3 4 






A .有些人一定是壞人� B.每個人都有善良的一面° 
很接近A 較接近A 較接近B 很接近B 






1 A.惡運是人生很多不如意事情的原因之 B.人的不幸是由自己的錯誤造成的。 
o 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
2 A.人總有一天能得到他在此世上得的尊 B.不幸的是，無論怎樣努力，個人的價 
敬。 値總是得不到認同° 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
3 A . —個出色的領導者需要有適當的機 B.有能之人未能成爲領導是因爲沒有 
會。 好好利用機會。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
4 A.成功是靠努力，與幸運無甚關係。 B.天時地利對得到一份理想職業是很 
重要的。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
5 A.在制定計劃時，我幾乎肯定自己能落實 B.很多時侯，成功與否是取決於運氣， 
它們的。 因此制訂太長遠的計劃並不一定是明智 
的。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
6 A .幸運對於我要得到想要的並沒有太大 B.很多時侯，擲毫決定怎樣做也就可以 
幫助。 了。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
7 A.能控制大局的人多是靠運氣的。 B.能指揮別人做適當的事是全靠能力， 
與運氣無關。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
8 A .大多數人都不爲意意外的事情對他們 B.所謂“幸運”是不存在的° 
生命的影嚮有多大。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
9 A.發生在我們身上的事情，最終也是好壞 B.很多不幸事情的發生是由於人們缺 
參半。 乏能力，無知或懶惰；又或三者兼備。 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
1 0 A.有很多時侯我覺得對於發生在自己身 B.我不能相信機會或幸運在我生命中 
上的事情無甚影嚮力。 有著重要的角色° 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
1 1 A.發生在我身上的事‘是我自己的所作所 B.有時侯我覺得自己不能充份控制生 
爲。 命的方向° 
很接近A 較接近A 較接近B 很接近B 
1 2 3 4 
--一全問卷完，謝謝你的合作一一 
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